
IJEBM Vol:1, Issue:2 (2025), Pages 219-233. 
ISSN: 3079-4218                                                                                                                                        Goga et al (2025) 

Copyright© 2025 by authors; licensee IJEBM. This publication is open access and can be freely accessed and 

distributed. 

   

Effect of job burnout on workplace deviant behaviour among university 
academic staff 

 
Yahaya Muhammad Goga1, Dr. Mohammed Bello Idris2 & Dr. Ladan Sahnun3 

 1 Department of Business Administration, Faculty of Management Science, Kaduna State University, Kaduna. Email: 
gogamuhammadyahaya@gmail.com , 07031847193  

2 Department of Business Administration, Faculty of Management Sciences, Kaduna State University, Kaduna. Email: 
mohammedbidris82@kasu.edu.ng , 08065513359 

3 Department of Business Administration, Faculty of Management Sciences, ABU, Zaria.  
Email: sahnunl@yahoo.com , 08036522669 

 

Abstract 

Workplace deviant behaviour as a phenomenon has been on the increase among academic staff of 

universities. Job burnout has been recognized as the main contributor of academic staffs` 
engagement of workplace deviance which has cast negative consequences on the university system 
and impedes the achievement of its goals and objectives. Consequently, this study emerges to 

determine the effect of job burnout on workplace deviant behaviour among the academic staff of 
Ahmadu Bello University Zaria. The study in essence investigated the effect of the dimensions of 

emotional exhaustion and depersonalization on workplace deviant behaviour. 458 sample from the 
population of 2258 academic staff of ABU Zaria across its 17 faculties were drawn via proportionate 

stratified sampling technique. Data were collected through questionnaire. The study employed 
Partial Least Square Structural Equation Modeling to test the hypotheses developed for the study 
at 5% level of significance. Findings revealed that both emotional exhaustion and depersonalization 

have significant positive effect on workplace deviant behaviour among academic staff. The study 

therefore recommends that Federal Government should lift the embargo placed on hiring academic 

staff in the university and the university authority should utilize individual level burnout 
intervention strategies that will improve academic staff`s ability to cope with workplace stressors. 

The study therefore concluded that workplace deviant behaviour among academic staff is majorly 
predicted by job burnout. 
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Introduction 

Workplace Deviant Behaviour (WDB) occurs 

in a situation where individuals behave in a 

manner that is not in line with the norms of 

the organization which consequently pose a 

threat to the welfare of either the employees, 

the organization itself, its employees, or 

customers (Harder, 2019; Bennett, Marasi & 

Locklier, 2018). There has been an increase in 

employees engagement in WDB. For 

instance, a report by the Ethics and 

Compliance Initiative (2021) has it that the 

rate of misconduct among employees globally 

was 58% in 2015, increased to 63% in 2019 

and also increased to 81% in 2020. This 

negative trend highlights the prevalence of 

WDB among employees which is harmful to 

the organizations, customers, and the society. 

Consequently, Bennett, Robinson and 

Locklier (2018) reported that all over the 

world, WDB annually costs organizations 

billions, employees suffer monetary, mental 

and emotional costs, while the society suffers 

from increased prices of goods and services. It 

was also added by Omoankhanlen and 

Mutairu (2021) that WDB reduces work 

morale of workers, erodes cohesion among 

them, reduces the performance of firms and 

their competitive capacity in the industry.  

 

Also, a university that is supposed to be an 

ethically inclined environment is not immune 

from WDB because there are increasing 

reports of WDB among workers (Olasupo & 

Fangbenro, 2021). For instance, in Canada, 

Sharp (2021) reported that one third of 

women and almost a quarter of men teaching 

and researching in University and College 

campuses deal with harassment. In UK, a 

survey of 1,839 current and former students in 

2018 conducted by National Union of 

Students (NUS) and 1752 Group shows that 

41% of the respondents reported at least one 

experience of sexualized behavior from staff 

in the higher education institutions. The 

survey further reveals that one in ten current 

students (9.9%) reported that a staff member 

had attempted to lure them into discussion 

about sex. In Zambia, Mugala, Masaiti, and 

Mwila (2022) reported professional 

misconduct, biased marking or grading to be 

prevalent forms of corruption among 

academic staff. In Nigeria, a report by the 

World Bank shows that 70% of female 

graduates in Nigeria have reported 

harassment with main perpetrators being 

lecturers and students. Specifically, 39 

lecturers across Nigerian Higher institutions 

were indicted for sexual harassment in five 

years (Tolu-Kolawole, 2024). This shows that 

the current level of WDB will bring negative 

consequences to the Nigerian university 

system when allowed to continue and will 

impede the achievement of university goals 

and objectives (Goga, Bashir, & Aliyu, 2023). 

 

Consequently, this study emerges to examine 

the factors that may trigger academic staff to 

engage in WDB. In order to determine the 

antecedents of WDB, several literature efforts 

have been made, however, more attention has 

been given to personality variables/factors as 

antecedents of WDB with less attention to 

situational variables which are central in 

predicting WDB (Zappala et al, 2022). Thus, 

this study focuses on job burnout because it is 

one of the significant situational variables that 

leads to many negative outcomes among 

employees such as WDB (Prince, 2018; Amir, 

2020). Emotional exhaustion, 
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depersonalization, and reduced personal 

accomplishment are the dimensions of job 

burnout that make the construct multi-

dimensional. However, emotional exhaustion 

and depersonalization were the only 

dimensions used in this study. This is mainly 

because Green, Walkey, and Taylor (1991) 

viewed them as the dimensions that are core 

to job burnout and have opined that reduced 

personal accomplishment dimension is the 

weakest in relations to link with the other 

dimensions, (Lee & Ashforth, 1996). Thus, 

the two dimensions (that is, emotional 

exhaustion and depersonalization) make up 

of a syndrome which is weakly related to 

reduced personal accomplishment dimension 

(Demerouti, Nachreiner, Bakker, & 

Schaufeli, 2001).  

Emotional exhaustion entails the 

development of a feeling characterized by 

tiredness and fatigue when emotional 

resources become depleted making academic 

staff unable to give themselves to students as 

once could. It arises when academic staff are 

overworked (Margulescu, 2020), which make 

them likely to engage in deviant acts like 

coming to classes late, absenteeism, among 

others (Spector & Fox, 2001). Academic staff 

are especially suffering from this syndrome 

because the university is now a relatively 

stressful workplace with high demands such 

as teaching loads, excessive paper works, 

research, publication, pressure, and increased 

work demands (Amir, 2020). The second 

dimension is depersonalization which is the 

negative feeling academic staff have about 

their students, colleagues or co-workers that 

leads to detachment through psychological 

withdrawal and physical distancing (Maslach, 

1982). It is an immediate reaction to 

exhaustion (Maslach, Schaufeli & Leiter, 

2003). Academic staff experiencing this 

feeling will no longer have positive feelings 

toward their students and will use derogatory 

labels, exhibit distant attitudes, psychological 

withdrawal among others (Maslach, Jackson 

& Leiter, 1996).  

 

The limitation of past studies on job burnout 

in relation to WDB is that they looked at job 

burnout from unidimensional view (Wallace 

& Coughlan, 2022, Tageja, Chaturvedi, & 

Rajput, 2021; Enwereuzor, Onyishi, 

Onyebueke, Amazue, & Nwoke, 2017). In 

addition, these studies have utilized generic 

measures to assess WDB (Bennett & 

Robinson, 1995; Fox et al, 2001). However, 

the use of generic measure of WDB is 

misleading as asserted by Bennett et al (2018) 

that, some cultures or countries differ in what 

they consider “deviance”, hence, it may be 

acceptable to drop, add, or modify the deviant 

behavior scale items depending on the 

employees and organization participating in 

the study. Furthermore, past studies have 

focused on specific types or dimensions of 

WDB. However, in reality, employees engage 

in different forms of WDB (Bennett & 

Robinson, 2000). Thus, focusing on specific 

or dimensions of WDB gives an unclear or 

incomplete picture of the phenomena 

(Bennett & Robinson, 2000).  

Thus, the existing study attempts bridging the 

aforementioned gaps by examining the effect 

of the dimensions of emotional exhaustion 

and depersonalization on WDB among 

academic staff of Ahmadu Bello University. 

Consequently, the study seeks to achieve two 

objectives. First, to determine the effect of 

emotional exhaustion on WDB and secondly, 
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to determine the effect of depersonalization 

on the academic staff WDB.  

 

Literature Review 

Workplace Deviant Behaviour 

The most widely used definition of WDB was 

given by Bennett and Robinson (1995). 

According to them, WDB is seen as a form of 

behaviour that is voluntary in its nature which 

goes against the norms of the organization 

that are considered significant thereby posing 

a threat to the organizational, as well as 

members` well-being. However, WDB is 

considered as a mult-dimensional variable 

comprising Organizational Deviance (OD) 

and Interpersonal Deviance (ID). It is an 

organizational deviance when the 

organization is targeted for the deviant 

behavior either physically, figuratively or 

financially (Bennett, Marasi, & Locklear, 

2018). They further pinpoint behaviors like 

sabotage, theft, coming to work late, taking 

excessively long breaks, sharing company 

secrets to outsiders, using drugs or alcohol at 

work, littering at the work environment as 

negative behaviours that constitute 

organizational deviance. While interpersonal 

deviance refers to workers engaging in deviant 

behaviours that are targeted toward peers, 

customers, subordinates and supervisors 

(Bennett, Marasi, & Locklear, 2018). It 

constitutes behaviours like gossiping, verbal 

abuse, sexual harassment etc. However, in the 

context of this study, organizational deviance 

was mainly considered. This rests on the fact 

that by focusing on organizational deviance, 

simplicity in the development of the concept 

and in terms of its measurement would be 

ensured (Kura, Shamsuddin & Chauhan, 

2015; Arthur, 2011). To add, by focusing on 

OD, other researchers in the field of WDB 

will have room to focus on interpersonal 

deviance (Kura et al, 2015). 

 

Job Burnout 

Maslach (1982) defined job burnout “as a 

syndrome of emotional exhaustion, 

depersonalization and personal 

accomplishment that often occurs among 

people who do people work of some kind.” In 

another definition, Maslach, Jackson and 

Leiter (1996) see the concept as a syndrome 

that is psychological in nature manifested by 

emotional exhaustion, depersonalization and 

reduced personal accomplishment which is 

found among employees engaged in working 

directly with other people.  

 

Emotional Exhaustion 

When individuals lost energy and feel drained 

of their emotional resources, they have 

developed emotional exhaustion (Codes & 

Dougherty, 1993). It is a response to a 

situation where individuals get extensively 

involved emotionally, over extend themselves 

and also feel overburdened by demands of 

other people who are usually emotional 

(Maslach, 1982). In addition, Maslach, et al 

(1996) found that emotional exhaustion is 

closest to the traditional stress variable. Thus, 

in this paper, emotional exhaustion refers to 

the feeling of tiredness and fatigue developed 

by academic staff when their emotional 

resources become drained making them 

unable to attend to their students.  

 

Depersonalization  

Maslach (1993) sees depersonalization as a 

negative, callous or extensive aloofness to 

people (Maslach, 1993). This feeling separates 
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workers from others and give birth to 

pessimism to colleagues, customers and the 

organization (Beheshtifar & Omidvar, 2013). 

Depersonalization is an immediate reaction 

to exhaustion. Academic staff experiencing 

this feeling will no longer have positive 

feelings toward their students and will use 

derogatory labels, exhibit distant attitudes, 

psychological withdrawal among others 

(Maslach, Jackson & Leiter, 1996). In this 

paper, depersonalization refers the negative 

feeling academic staff have about their 

students, colleagues or co-workers that leads 

to detachment through psychological 

withdrawal and physical distancing. 

 

Emotional Exhaustion and Workplace 

Deviant Behaviour  

Several empirical efforts were made to 

determine the nexus between emotional 

exhaustion and WDB. For instance, Goga, 

Bashir, and Aliyu (2023) investigated the 

moderating role of affective commitment on 

the emotional exhaustion-WDB link of 

lecturers in the Faculty of Education, ABU 

Zaria. 142 lecturers from the faculty were 

selected as sample using simple random 

sampling technique. The study found 

emotional exhaustion to significantly affect 

WDB. Additionally, Tageja, Chaturvedi, & 

Rajput (2020) have examined the link 

between emotional exhaustion and workplace 

deviant behaviour among a sample of 205 

sales executive of three insurance firms. The 

study finding reported a significant positive 

nexus between emotional exhaustion and 

WDB. Similarly, Lubbadeh (2021) conducted 

a study on the nexus between dimensions of 

job burnout and employees` performance 

among employees working in Jordan banks. 

406 professionals working in the banks were 

sampled. The study finding revealed a 

significant but negative effect of emotional 

exhaustion dimension on performance and a 

positive significant effect of emotional 

exhaustion dimension on WDB. In another 

effort, Makhdoom, Atta and Malik (2019) 

investigated the link between job burnout and 

counterproductive behavior among 364 

teachers of both private and public school of 

Sarghodha division. Emotional exhaustion 

dimension showed to be a significant 

determinant of abuse but not a predictor of 

withdrawal.  

Most of these studies considered the five 

dimensions of WDB which beclouds 

understanding of the various forms of WDB 

employees engaged. Additionally, these 

studies were conducted in non-educational 

settings. Hence, this study focuses on 

university because limited attention has been 

given to it, especially public universities in 

Nigeria (Adeoti, Shamsudin & Mohammad, 

2020). Hence, we hypothesized based on the 

above discussions that:  

H01: Emotional exhaustion has no significant 

effect on WDB among academic staff of ABU 

Zaria.  

 

Depersonalization and Workplace Deviant 

Behaviour 

Maslach (1993) sees depersonalization as a 

negative, callous or extensive aloofness to 

people. This feeling separates workers from 

others and give birth to pessimism to 

colleagues, customers and the organization 

(Beheshtifar & Omidvar, 2013). This feeling 

separates workers from others and give birth 

to pessimism to colleagues, customers and the 

organization (Beheshtifar & Omidvar, 2013). 
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Several empirical efforts were made to 

determine the effect of depersonalization on 

workplace deviant behaviour. For instance, 

Lubbadeh (2021) investigated the nexus 

between job burnout and WDB among 307 

workers of bank in Jordan. It was established 

that there exists a significant relationship 

between depersonalization and WDB. 

Meanwhile, Bicer (2020), in a study of 230 

sales staff of pharmaceutical companies that 

are based in the provinces of Hatay and 

Gaziantep, found that, depersonalization is 

statistically significant in predicting WDB. 

Similarly, Hudiana and Jong (2021) 

examined the link between depersonalization 

and performance. Respondents comprise 58 

nurses at the Condong Catur Hospital 

Indonesia. The study established that 

depersonalization has a negative effect on 

performance. In another effort, Turek (2020) 

conducted a study among 253 telephone 

customer support service employees from 

Poland companies on the effect of the 3 

dimensions of job burnout on perceived 

organizational support, organizational 

citizenship behaviour, and workplace deviant 

behaviour. Findings in relation to 

depersonalization and WDB showed a 

relationship that was significant.  

However, most of the reviewed studies 

viewed depersonalization from the 

perspective of attitudes toward the work 

rather than attitudes toward the recipient of 

service and also viewed depersonalization as 

not causally related to emotional exhaustion, 

which in actual sense are causally related 

(Maslach & Jackson, 1982). This therefore 

shows the presence of knowledge gap that 

warrant further study on depersonalization as 

an attitude towards the recipient of service in 

relation to WDB. Thus, based on the 

foregoing, we hypothesized: 

H02: Depersonalization has no significant 

effect on WDB among academic staff of ABU 

Zaria.  

 

Underpinning Theory 

Stressor-Emotion Model  

Spector and Fox (2002) were the developers 

of the Stressor-Emotion Model which 

provided some theoretical underpinning that 

supports the link between emotional 

exhaustion, depersonalization, and 

workplace deviant behavior. The model 

points out that various emotional responses 

are developed as a consequence of employees` 

appraisal of the work environment 

(Smoktunowicz, Baka, Cieslak, Nichols, 

Benight & Luszcynska, 2015), and all events 

that pose threat to well-being are stressors 

which lead to emotional reactions that are 

negative (Spector, 1998). Spector and Fox 

(2002) stated that people that continually 

become exposed to emotion-induced events 

have an increased likelihood to engage in 

behavioural response. Hence, negative 

emotions heighten the likelihood or facilitates 

WDB by motivating individual to attack 

(actively and directly) the person who creates 

the situation or develop coping strategies like 

work avoidance, alcohol drinking, etc., which 

are passive and indirect, (Spector & Fox 

2002), while positive emotions are facilitators 

for organizational citizenship behavior 

(OCB). In essence, the model suggests a flow 

from environment to perception, to negative 

emotion and finally to WDB (Fox, Spector & 

Miles, 2001).  

Hence, emotional exhaustion, 

depersonalization, and WDB in this study 
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based on the explanation above, are 

considered stressors that induce negative 

emotion among academic staff which 

heightens the likelihood of engagement in 

WDB. This is because, academic staff work in 

an extremely stressful environment (Goga, 

Bashir & Aliyu, 2023). Similarly, Aminullah 

and Olojuola (2021), reported that lecturers in 

Nigerian universities are suffering from high 

academic workloads which include teaching 

very large classes, invigilating students under 

tension due to poor accommodation, 

producing students` result within short time, 

attending to staff meeting on regular basis, 

supervising undergraduate and post-graduate 

projects within limited time, attending to 

defense, workshops, conferences and 

seminars, etc.   

 

Research Methodology 

The paper employed quantitative method to 

examine the effect of the dimensions of 

emotional exhaustion and depersonalization 

of job burnout on workplace deviant 

behaviour. Thus, the unit of analysis used in 

this paper is the academic staff of Ahmadu 

Bello University across its 17 faculties. The 

total population of academic staff across 17 

faculties as at 2024 stands at two thousand 

two hundred and fifty-eight (2258) (ABU 

Registry). Based on Krejcie and Morgan 

sampling technique, the sample size is 327. 

However, in order to minimize non-response 

rate, 40% was added (Salkind, 2007) making 

the sample 458 which were distributed to the 

sample drawn through stratified sampling 

technique. Thus, 350 questionnaires were 

retrieved of which 20 were found to be 

unengaged, finally 330 questionnaires were 

used for analysis.  

 

Measurement of Variables  

Workplace deviant behaviour was measured 

using organizational deviance dimension 

which consist of 12 items adapted from 

Bennett and Robinson (2000) WDB scale. A 

5-point scale ranging from always=5 to 

never=1 was used. Maslach`s Burnout 

Inventory [MBI] (1986) Educators Survey 

(ES) was used to measure emotional 

exhaustion and depersonalization 

Specifically; emotional exhaustion consists of 

9 items while depersonalization has 5. The 

items were also rated on a 5-point scale 

ranging from always=5 to never=1.  

 

Results and Discussion 

The measurement model constitutes the 

individual item reliability, internal 

consistency reliability and discriminant 

validity. Firstly, attempt was made to assess 

the individual item reliability bv the 

examination of each measure`s outer loadings 

(Hair et al, 2017). Hair et al (2017), provided 

that items having 0.70 are reliable for already 

developed scale. However, they also 

suggested that researchers should consider the 

elimination of items below 0.7 only if the 

elimination improves the AVE and CR. Thus, 

based on the foregoing rule of thumb, the 

study has 26 items of which 11 were deleted 

leaving the study with 15 items that are 

acceptable for analysis.
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 This is provided in Figure 1 and Table 1 respectively:  

 
Figure 1: Measurement Model  

Table 1: Loading of Items, AVE, and Composite Reliability  

Variable  Code Loading  AVE  CR  

Workplace Deviance OD2 0.680 0.525 0.885 

 OD3 0.732   

 OD6 0.759   

 OD7 0.817   

 OD8 0.735   

 OD10 0.715   

 OD12 0.612   

     

Emotional Exhaustion EE4 0.570 0.501 0.798 

 EE6 0.697   

 EE7 0.814   

 EE9 0.727   

     

Depersonalization DP1 0.740 0.548 0.829 

 DP3 0.739   

 DP4 0.701   

 DP5 0.787   

 

Secondly, composite reliability was employed 

by the current study to investigate the 

constructs1 internal consistency. According 

to Hair et al (2019), internal consistency 

reliability of 0.70 and above is significant. 

Table 1 shows that, the internal consistency 

reliability is adequate because the CR ranges 

from 0.798-0.885 which is beyond the 

threshold. Thirdly, this study employed AVE 

to measure the construct`s convergent 

validity. The recommended threshold of the 

AVE should be 0.50 or higher, (Hair et al, 

2017). The construct`s convergent validity 

was achieved because the values are above the 



IJEBM Vol:1, Issue:2, Page 219-233                                                                                              Goga et al (2025) 

227                            https://doi.org/10.59568/IJEBM-2025-1-2-16                        Website: https://ijebm.kiu.ac.ug 

threshold. Lastly, to assess discriminant 

validity, the Fornell-Larcker criterion was 

employed. As indicated in Table 2, all the 

reflective measures have discriminant validity 

because the square root of the constructs` 

AVEs are higher than their correlation with 

any other. 

 

Table 2: Discriminant Validity (Fornell and Larcker Criterion) 

 DP EE WDB 

Depersonalization 0. 740   

Emotional Exhaustion 0.628 0.708  

Workplace Deviance 0.722 0.684 0.724 

 

Structural Model Result 

Hair et al (2017) stated that finding the 

predictive abilities and the interrelationships 

between the latent constructs is the purpose of 

the structural model. The current study`s 

structural model consists of main effect where 

the direct relationships between emotional 

exhaustion, depersonalization and workplace 

deviance were investigated.  

This is shown in Figure 2:  

 

 
Figure 2: PLS Algorithm for the Direct Relationship 

Table 3: Hypothesis Testing 

Relationship  Beta Value  Standard 

Deviation 

T Statistics  P Value  Decision  

EE->WD 0.527 0.055 9.581 0.000 Reject 

DP->WD 0.352 0.058 6.130 0.000 Reject 

 

The assessment and explanation of the path 

coefficient`s significance is provided by the 

structural model. The coefficient of 

determination for this model is 0.636. This 

implies that variation in WDB of academic 

staff is explained by emotional exhaustion 

and depersonalization by 63.6%.  
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As can be seen from the result, hypothesis one 

which stated that emotional exhaustion does 

not have significant effect on workplace 

deviant behaviour was rejected (β=0.527, T= 

9.581, P<0.000). Also, the second hypothesis 

which stated that depersonalization does not 

have significant effect on workplace deviant 

behaviour was rejected also (β=0.352, T= 

6.130, P<0.000) at 5% level of significance. It 

is therefore established that emotional 

exhaustion and depersonalization have a 

positive significant effect on workplace 

deviant behaviour among academic staff. 

Specifically, increase in one unit of emotional 

exhaustion leads to 52.7% increase in 

workplace deviant behaviour while increase 

in one unit of depersonalization will lead to 

35.2 increase in workplace deviant behaviour.  

 

Discussion and Implications of Findings 

The prevalence of WDB among academic 

staff especially in universities of Nigeria calls 

for a deeper examination into the factors in 

the university environment that trigger such 

deviant behaviours. Thus, previous studies 

have paid more attention to personality 

factors as antecedents of WDB rather than 

situational factors which are also central in 

triggering WDB (Zappala et al, 2022). 

Drawing from stressor-emotion model, we 

investigated the emotional exhaustion and 

depersonalization dimensions of job burnout 

on WDB among academic staff of ABU 

Zaria.  

First, the result revealed that emotional 

exhaustion has a positive significant effect on 

WDB among academic staff. This implies 

that the higher the emotional exhaustion, the 

higher that academic staff engaged in 

workplace deviance. Thus, the positive 

relationship is consistent with the stressor-

emotion model (Spector & Fox, 2002) that 

proposes that as people continually become 

exposed to emotion-induced events like 

emotional exhaustion, they develop emotions 

that are negative which heightens facilitates 

the occurrence of WDB. Accordingly, 

academic staff exposed to emotional 

exhaustion will develop negative emotion 

which will make launch an attack on the 

person that causes the situation or decide to 

develop coping mechanisms like work 

avoidance, alcohol drinking, refusal to 

complete course outline, etc which are passive 

and indirect responses (Spector & Fox 2002).   

 

Another strong explanation for the positive 

and significant relationship is that academic 

staff of universities work in an extremely 

stressful environment with high workloads 

(Goga, Bugaje, and Aliyu, 2023; Aminullah 

& Olojuola, 2021; NUC, 2020). These make 

them experience emotional exhaustion 

(workplace stressor) which then gives birth to 

negative emotions and thus leads to WDB. 

This research finding is in tandem with 

previous studies which also established 

positive and significant link between 

emotional exhaustion and WDB (Goga, 

2024; Goga et al, 2023; Jia, et al, 2022; 

Ogungbamila & Adedayo; Lubbadeh 2021; 

Tageja et al, 2020; Cohen & Abedallah, 2020; 

Makhdoom, Atta & Malik, 2019; Ugwu, 

Enwereuzor, Fimber & Ugwu, 2017; Cohen 

& Diamant, 2017). However, the study is not 

in line with the findings of Makhdoom et al, 

(2019), and Guetirrez (2019) who found an 

insignificant relationship between emotional 

exhaustion and WDB.  



IJEBM Vol:1, Issue:2, Page 219-233                                                                                              Goga et al (2025) 

229                            https://doi.org/10.59568/IJEBM-2025-1-2-16                        Website: https://ijebm.kiu.ac.ug 

Secondly, the result established that 

depersonalization has positive significant 

effect on WDB among academic staff of ABU 

Zaria. Implying that, increased level of 

depersonalization, increases the tendency of 

academic staff to exhibit workplace deviant 

behaviour. The finding is also in in line with 

stressor emotion-model (Spector & Fox, 

2002). Thus, academic staff develop negative 

feelings about their students, colleagues or co-

workers that leads to detachment through 

psychological withdrawal and physical 

distancing (Maslach, 1982). Additionally, 

academic staff experiencing this feeling will 

no longer have positive feelings toward their 

students and will use derogatory labels, 

exhibit distant attitudes, psychological 

withdrawal among others (Maslach, Jackson 

& Leiter, 1996). The finding is in tandem with 

previous findings (Lubbadeh, 2021; Bicer, 

2020; Turek, 2020; Ugwu et al, 2017; 

Smoktunowicz, 2015; Bolton et al, 2013) that 

established a significant positive effect of 

depersonalization on WDB. However, the 

finding is not in congruent with the finding of 

Goga (2024) who found an insignificant effect 

of depersonalization on WDB.  

 

Conclusion and Recommendation 

Significant contribution to practice has been 

provided by the current study by stressing the 

importance of reducing the occurrence of the 

job burnout syndrome (emotional exhaustion 

and depersonalization) which leads to the 

occurrence of deviant behaviours. Thus, the 

study concludes that emotional exhaustion 

and depersonalization trigger academic staff 

to engage in different types of WDB which are 

harmful to both the university, students and 

colleagues. Thus, the following 

recommendation are put forward on the basis 

of the findings and conclusion oozed from the 

study:  

The Federal Government, National 

University Commission, and the university 

should find a way of reducing academic staff`s 

burnout by lifting embargo in order to hire 

more academic staff, provide conducive work 

environment, increase the academic staff`s 

salary, etc. else, the occurrence of WDB 

among academic staff will continue. 

Additionally, the study recommends that the 

university authority should utilize individual 

level burnout intervention strategies that will 

improve academic staff`s ability to cope with 

workplace stressors. Improving the 

psychological capital as well as emotional 

intelligence of academic staff are some 

strategies that can be employed along this 

trajectory. This will equip the academic staff 

will skills that will help them cope with 

stressors and emotion management. 

 

Limitations and Suggestions for future 

Research 

Despite the contributions provided by the 

study, it is not void of flaws. First, there was a 

heavy reliance on self-report measures in the 

study that might give birth to social 

desirability bias, hence, the true picture of the 

result may be defaced. Further studies should 

utilize non-self-report measures to investigate 

the relationship. Secondly, the present study 

is restricted to only the academic staff of 

Ahmadu Bello university Zaria. Future 

studies should consider using more than one 

university. Lastly, the study establishes a 

positive significant effect of emotional 

exhaustion and depersonalization on WDB 

based on stressor-emotion model, however, 
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the result suffers from incompleteness as it 

does not show how job burnout through the 

chain of negative emotion leads to WDB. 

Thus, the study does not empirically show 

why the relationship exist. Hence, future 

studies should consider incorporating 

negative affect as a mediator in the job 

burnout-WDB relationship.  

 

References 

1) Adeoti, M., Shamsudin, F., & 

Mohammad, A. (2020). Opportunity, 

pressure and devaint workplace 

behaviour: Does neutralization mediate 

the relationship? A study of faculty 

members in public universities in Nigeria. 

European Journal of Management and 

Business Economics, 30(2), 170-190. doi: 

10.1108/EJMBE-08-2017-0002 

2) Amir, K. (2020). Prevalence of burnout 

among university academic staff in 

Uganda; Does gender matter? Clinical 

Pcychiatry, 6(2), 1-7. 

3) Aminullah, A., & Olojuola, O. (2021). 

Managing workloads and lecturers 

effectiveness in southwest Nigerian 

universities. International Journal of 

Advanced Research in Management and 

Social Sciences, 10(4), 59-72. 

4) Arthur, J. B. (2011). Do HR system 

characteristics affect the frequency of 

interpersonal deviance in organizations? 

The role of team autonomy and internal 

labor market practices. Industrial 

Relations: A Journal of Economy and 

Society, 50(1), 30-56. 

5) Beheshtifar, M., & Omidvar, A. (2013). 

Causes to create job burnout in 

organizations. International Journal of 

Academic Research and Social Sciences, 3(6), 

107-113. 

6) Bennett, R. J., Marasi, S., & Locklear, L. 

(2018). Workplace deviance. Oxford 

Encyclopedia of Business and Management, 

1-27. 

7) Bennett, R. J., & Robinson, S. (2000). 

Development of measure of workplace 

deviance. Journal of Applied Psychology, 

85(3), 349-360. doi:10.I037//0021-

9010.85.3.349.  

8) Bicer, M. (2020). The effects of job 

burnout on counterproductive 

behaviours. International Congress of 

Management, economy and policy, 27-35. 

9) Bolton, L. R., Harvey, R. D., Grawitch, 

M. J., & Barber, L. K. (2011). 

Counterproductive behaviour in response 

to emotional exhaustion: A moderated 

mediation approach. Stress and Health, 

28(3), 222-233. doi: 

https://doi.org/10.1002/smi.1425. 

10) Cohen, A., & Abedellah, M. (2021). 

Examining correlates of 

organizationalcitizenshipbehavior and 

counterproductive work behavior in a 

collectivist culture: The case of Arab 

teachers in Israel. Organization 

Management Journal, 18(3/4), 98-120. 

doi:10.1108/OMJ-01-2020-0863  

11) Cohen, A., & Diamant, A. (2017). The 

role of justice perceptions in determining 

counterproductive work behaviours. The 

International Journal of Human 

Resource Management, 1-25. Doi: 

10.1080/09585192.2017.1340321.  

12) Cordes, C., & Dougherty, T. (1993). A 

review and integration of research on job 

burnout. Academy of Management Review, 

18, 621-656. 

https://doi.org/10.1002/smi.1425


IJEBM Vol:1, Issue:2, Page 219-233                                                                                              Goga et al (2025) 

231                            https://doi.org/10.59568/IJEBM-2025-1-2-16                        Website: https://ijebm.kiu.ac.ug 

13) Demerouti, E., Nachreiner, F., Nakker 

A, B., & Schaufeli, W. B. (2001). The job 

demands-resources model of burnout. 

Journal of Applied Psychology, 86(3), 499-

512. 

14) Enwereuzor, I.K., Onyishi, I.E., 

Onyebueke, I.F., Amazue, L.O., & 

Nwoke, M.B. (2017). Personality as a 

moderator between emotional 

exhaustion and workplace deviance 

among employees. Journal of Psychology in 

Africa, 27 (1), 41-46. Doi: 

10.1080/14330237.2016.1268290 

15) Fox, S., Spector, P. E., & Miles, D. 

(2001). Counterproductive work 

behaviour (CWB) in response to job 

stressors and organizational justice: Some 

mediator. Journal of Vocational Behaviour, 

59, 291-309. doi:doi: 

10.1006/jvbe.2001.1803 

16) Goga, Y.M. (2024). Effect of job burnout 

on workplace deviant behaviour among 

academic staff: The role of affective 

commitment. (MSc Dissertation, 

Department of Business Administration, 

ABU Zaria).  

17) Goga, Y. M., Bashir, B. I., & Aliyu, I. A. 

(2023). Effect of emotional exhaustion on 

workplace deviant behaviour among 

academic staff: The role of affective 

commitment. International Journal of 

Intellectual Discourse, 6(3), 166-177. 

18) Hair, J., Hult, G. T., Ringle, C., & 

Sarstedt, M. (2017). A primer on partial 

least squares structural equation modeling 

(PLS-SEM) (2nd ed.). London: SAGE 

Publications, Inc. 

19) Harder, T. (2019). Antecedents of 

workplace deviance. Celebration of Student 

Scholarship. Northern Michigan 

University. Retrieved from 

https://commons.nmu.edu/celebration_

student_scholarship/2  

20) Hazwani, Y.M., Yunus, Yahaya, N., 

Shazali, N.M. (2018). Does 

depersonalization affect student 

performance? Journal of Humanities and 

Social Science, 23 (7), 51-55 

21) Hudiana, N.P., & Jong, M.T. (2021). The 

effect of exhaustion, depersonalization, 

and personal achievement variables 

towards job performance. Enrichment 

Journal of Management, 12 (1), 253-261.  

22) Jia, X., Liao, S., & Yin, W. (2022). Job 

insecurity, emotional exhaustion, and 

workplace deviance: The role of 

corporate social responsibility. Frontiers in 

Public Health, 11-13. 

doi:10.3389/fpubh2022.1000628.  

23) Kura, K. M., Shamsudin, F. M., & 

Chauhan, A. (2015). Does self-regulatory 

efficacy matter? Effects of punishment 

certainty and punishment severity on 

organizational deviance. Sage Open, 5(2), 

2158244015591822. 

24) Lee, R., & Ashford, B. (1990). On the 

meanig of Maslach`s three dimensions of 

burnout. Journal of Applied Psychology, 

75(6), 743-747. 

25) Lubbadeh, T. (2021). Job burnout and 

counterproductive behaviour in 

Jordanian bank 

26) Makhdoom, I., Atta, M., & Malik, N. 

(2019). Counterproductive behaviour as 

an outcome of job burnout among high 

school teachers. Bulletin of Education and 

Research, 41(2), 79-92. 

27) Margulescu, A. N. (2020). The 

relationship between burnout and 

counterproductive work behaviour. The 



IJEBM Vol:1, Issue:2, Page 219-233                                                                                              Goga et al (2025) 

232                            https://doi.org/10.59568/IJEBM-2025-1-2-16                        Website: https://ijebm.kiu.ac.ug 

role of compassion fatigue and 

organizational justice. Studia Doctoralia. 

Psychology and Educational Science, 72-80. 

doi:https://doi.org/10.47040/sd/sdpsyc

h.v11i2.113 

28) Maslach, C. (1976). Burned-out. Human 

Behaviour, 5(9), 16-22. 

29) Maslach, C. (1982). Burnout: The cost of 

caring. Eaglewood Cliffs, NJ: Prentice-

Hall. 

30) Maslach, C. (1993). Burnout: A 

multidimensional perspective. In W. B. 

Schaufeli, C. Maslach, & T. Marek, 

Professional burnout: Recent developments in 

theory and research (pp. 19-32). 

Washington, DC: Taylor & Francis. 

31) Maslach, C., & Jackson, S. (1981). 

Maslach Burnout Inventory. Palo Alto, CA: 

Consulting Psychologists Press. 

32) Maslach, C., & Jackson, S. (1982). 

Burnout in health profession: A social 

psychological analysis. In G. Sanders, & 

J. Suls, Social psychology of health and illness 

(pp. 227-251). Hillsdale, NJ: Erlbaum. 

33) Maslach, C., & Jackson, S. (1982). 

Burnout in health professions: A social 

psychological analysis. In G. Sanders, & 

J. Suls (Eds.), Social psychology of health 

and illness (pp. 227-257). Hillsdale, New 

Jersey: Lawrence Erlbaum Associates, 

Publishers. 

34) Maslach, C., & Leiter, M. (2016). 

Burnout. In H. Friedman (Ed.), 

Encyclopedia of mental health (2nd ed.). 

Oxford : Oxford University Press. 

35) Maslach, C., & Schaufeli, W. (1993). 

Historical and conceptual development 

of burnout. In W. Schaufeli, C. Maslach, 

& T. Marek, Professional Burnout: Recent 

Developments in Theory and Research (pp. 1-

16). Washington, DC: Taylor and Fracis. 

36) Maslach, C., Jackson, S., & Leiter, M. 

(1996). Maslach Burnout Inventory (3rd 

ed.). Palo Alto, CA: Consulting 

Psychologists Press. 

37) Maslach, C., Leiter, M., & Schaufeli, W. 

B. (2001). Job burnout. Annual Review of 

Psychology, 397-422. doi:DOI: 

10.1146/annurev.psych.52.1.397 

38) Maslach, C., Schaufeli, W. B., & Leiter, 

M. P. (2001). Job burnout. Annual Review 

of Psychology, 52(1), 297-442. 

doi:https://doi.org/10.1146/annurev.ps

ych.52.1.397 

39) Mugala, A., Masaiti, G., & Mwila, K. 

(2022). Unpacking academic corruption 

in Zambia`s higher education: forms, 

causes and mitigation measures. Creative 

Education, 13(01), 55-74. 

doi:doi.org/10.4236/ce.2022.131004 

employees. Organizacija, 54(1), 49-62. 

doi:http://10.0.9.174/orga-2021-0004 

40) Ogungbamila, A., & Adedayo, J. (2021). 

Predicting counterproductive work 

behaviors from the dimension of 

occupational burnout among personel of 

Nigerian Immigration Service: Does 

psychological hardness matter? Studies in 

the Social Sciences, 2(1), 1-12. 

41) Olasupo, M., & Fangbenro, D. (2021). 

Examining socio-demographic factors in 

workplace deviance among selected 

university workers. Acta Educationis 

Generalis, 11(1), 29-42. doi:10.2478/atd-

2021-0003.  

42) Omoankhanlen, J., & Mutairu, A. 

(2021). Human resource practices and 

workplace deviant behaviour of 

manufacturing firms in Rivers state, 



IJEBM Vol:1, Issue:2, Page 219-233                                                                                              Goga et al (2025) 

233                            https://doi.org/10.59568/IJEBM-2025-1-2-16                        Website: https://ijebm.kiu.ac.ug 

Nigeria. European Journal of Business and 

Management Research, 6(2), 203-210. 

doi:10.24018/ejbmr.2021.6.2.814  

43) Sharp, M. (2021 July, 25). Canada: 

Harassment rife in higher education, 

study finds. Mindland Today. Retrieved 

from https://midlandtoday.ca/local-

news/canada-harassment-rife-in-higher-

education-study-finds-3979373.  

44) Smoktunowicz, E., Baka, L., Cieslak, R., 

Nichols, C., Benight, C., & Luszczynska, 

A. (2015). Explaining counterproductive 

work behaviour among police officers: 

The indirect effect of job demands are 

mediated by job burnout and mediated by 

job control and social support. Human 

Performance, 28, 332-350. 

45) Spector, P. E., & Fox, S. (2002). An 

emotion centered model of voluntary 

work behaviour: Some parallels between 

counterproductive work behaviour and 

organizational citizenship behaviour. 

Human Resource Management Review, 12, 1-

12. 

46) Spector, P. E. (1998). A control theory of 

the job stress process. In C. L. Cooper, 

Theories of organizational stress (pp. 153-

169). Oxford: Oxford University Press. 

47) Tageja, N., Chaturvedi, V., & Rajput, N. 

(2021). Emotional exhaustion and 

deviant misbehaviours: Effect of job 

stressors and emotional intelligence 

among insurance salepersons. Academy of 

Accounting and Financial Studies Journal, 

25(5), 1-11. 

48) Tolu-Kolowale, D. (2024). 39 lecturers 

indicted for sexual harassment in five 

years-Report. Retrieved from 

punchng.com/39-lecturers-indicted-for-

sexual-harassment-in-five-years-report.  

49) Turek, D. (2020). When does job burnout 

not hurt employee behaviours? Journal of 

Organizational Effectiveness: People and 

Performance, 8(1), 59-79. 

doi:10.1108/JOEPP-04-2020-0055 

50) Ugwu, L., Enwereuzor, I., Fimber, U., & 

Ugwu, D. (2017). Nurses` burnout and 

counterproductive work behaviour in a 

Nigerian sample: The moderating role of 

emotional intelligence. International 

Journal of Africa Nursing Sciences, 106-113. 

doi:https://doi.org/10.1016/j.ijans.2017

.11.004.  

51) Wallace, E., & Coughlan, J. (2023). 

Burnout and counterproductive 

workplace behaviours among frontline 

hospitality employees: The effect of 

perceived contract precarity. International 

Journal of Contemporary Hospitality 

Management, 35(2), 451-458. 

doi:10.1108/IJCHM-02-2022-0195 

52) Zappalà, S., Sbaa, M. Y., Kamneva, E. 

V., Zhigun, L. A., Korobanova, Z. V & 

Chub, A. A.  (2022). Current 

approaches, typologies and predictors of 

deviant work behaviours: Scoping review 

of reviews. Front Psychol. 12:674066. doi: 

10.3389/fpsyg.2021.674066.  

 

https://midlandtoday.ca/local-news/canada-harassment-rife-in-higher-education-study-finds-3979373
https://midlandtoday.ca/local-news/canada-harassment-rife-in-higher-education-study-finds-3979373
https://midlandtoday.ca/local-news/canada-harassment-rife-in-higher-education-study-finds-3979373

